This paper presents an empirical investigation to find important factors influencing multi-dimensional organizational culture. The proposed study designs a questionnaire in Likert scale consists of 21 questions, distributes it among 300 people who worked for different business units and collects 283 filled ones. Cronbach alpha is calculated as 0.799. In addition, Kaiser-Meyer-Olkin Measure of Sampling Adequacy and Approx. Chi-Square are 0.821 and 1395.74, respectively. The study has implemented principal component analysis and the results have indicated that there were four factors influencing organizational culture including, diversity in culture, connection based culture, integrated culture and structure of culture. In terms of diversity in culture, sensitivity to quality data and cultural flexibility are the most influential subfactors while connection based marketing and relational satisfaction are two important sub-factors associated with diversity in culture. The study discusses other issues.
Introduction
Organizational culture plays an important role on the success of any organization since assuring continuous and desirable work outcomes of employees have strong relations with their commitment to their organizations (Wilkins & Ouchi, 1983) . The highly dedicated employees to their organization are addicted to the firm's objectives when they adopt their organizational culture (Denison et al., 2004) . In addition, leadership is essential for the organizational effectiveness, and the development and the changes of organizational culture. Acar (2012) explored the impacts of organizational culture and leadership styles on employees' commitment and reported some positive effects of leadership and organizational culture on the organizational commitment in context of logistics industry. Acar and Acar (2012) , in other work, investigated the effects of organizational culture and innovativeness on business performance in healthcare industry and their research supported the positive effects of innovation and organizational culture on the business performance in context of healthcare industry. Dawson et al. (2011) performed an investigation to find out attributes that are unique to hospitality organizations as well as the characteristics and values of an employee who could be successful in a work environment that exhibited this culture. This incorporates detecting whether a person is a fit to the culture of the hospitality industry. In order to detect the variables of hospitality culture, an extensive review of the literature and a panel of industry experts were executed. The items determined from both groups were implemented to establish the constructs for a scale called the Hospitality Culture Scale. Seven hundred and forty one hospitality professionals ranked the attributes and principal component analysis determined the influential factors for the organizational culture and personal attributes. These constructs included: management principles, customer relationships, job variety, job satisfaction, principles, propitiousness, leadership, risk taker, accuracy, and composure. Ahmed et al. (2007) investigated the relationships between some of the key organizational factors and software product line performance of an organization. The results of the survey provided some empirical evidence and further supported the theoretical foundations that in order to institutionalize software product lines within an organization, organizational factors played an essential role. Mansor et al. (2012) identified the factors that are influencing the implementation of performance management system (PMS) in South East Asia. The study inspected organizational factors influencing PMS and adopted a quantitative approach using questionnaires distributed to 123 academics across a University in Malaysia. Factor analysis was performed using Principle Component Analysis (PCA) method to detect the construct validity of factors influencing PMS. They reported that three organizational factors influenced PMS and its effectiveness at a moderate level. Colley et al. (2013) performed an investigation to find out how various patterns of perceived organizational values were related to safety. Güleryüz et al. (2008) investigated the effect of emotional intelligence and its dimensions on job satisfaction and organisational commitment of nurses. They examined the relationships among emotional intelligence, job satisfaction and organisational commitment of nurses and the mediating impact of job satisfaction between emotional intelligence and organisational commitment. According to Tsui et al. (2006) , both the functionalist and the attribution perspectives supported a strong association between CEO leadership behavior and organizational culture. However, contingency perspective implies about the potential limits of the leader's ability to change or shape an organization's culture. They aimed for a deep understanding of when and why decoupling between CEO leadership behavior and organizational culture may happen. They examined this issue in a novel context, the People's Republic of China, where there was a large variance on leader discretion in various kinds of firms. They conducted two survey studies and an interview investigation to unpack the nature of the relationship. Their findings offered some insights on both leadership and institutional factors, which could account for the decoupling between CEO leadership behavior and organizational cultural values.
The proposed study
This paper presents an empirical investigation to find important factors influencing multi-dimensional organizational culture. The proposed study designs a questionnaire in Likert scale consists of 21 questions, distributes it among 300 people who worked for different business units and collects 283 filled ones. Cronbach alpha is calculated as 0.799. In addition, Kaiser-Meyer-Olkin Measure of Sampling Adequacy and Approx. Chi-Square are 0.821 and 1395.74, respectively. Since we plan to factor analysis and this method is sensitive to skewness of the data we first look at some of the basic statistics including the skewness of the data, which are summarized in Table 1 . As we can observe, we need to remove the first question due to skewness issue and the rest of the survey has been accomplished based on the remaining 19 questions. Table 2 demonstrates the results of principal component analysis. Next, we need to extract important components from the study of this paper. Fig. 1 demonstrates the summary of Scree plot.
Fig. 1. The summary of Scree plot
As we can observe from the results of Fig. 1 , there are four factors whose Eigenvalues are greater than one and, therefore, extract four factors, which are summarized in Table 3 as follow, As we can observe from the results of Table 3 , there are four factors associated with the proposed study including diversity in culture, connection based culture, integrated culture and structure of culture.
Discussion and conclusion
In this survey, we have performed an investigation on measuring the impact of various factors on multi-dimensional organizational culture in some Iranian business units mainly headquartered in city of Tehran, Iran. The study has implemented principal component analysis and the results have indicated that there were four factors influencing organizational culture including, diversity in culture, connection based culture, integrated culture and structure of culture.
In terms of diversity in culture, there are six sub-components where sensitivity to quality data is the most important sub-factor followed by cultural flexibility, group and hierarchy culture, individual perception and relational performance comes last. The second factor, connection base culture, consists of four factors including connection based marketing, relational satisfaction, cultural consistency and difference in organizational culture. In this group connection based marketing is the most influential factor. The third factor, integrated culture, consists of five factors, which are list in terms of priority as organizational consistency, inter-cultural coordination, enterprise resource planning, organizational environment and coordination in various objectives. Finally, the last item is structure of culture and this item involves in four sub-components including values, gender, innovation and risk and leadership.
